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PREFACE

HISTORICAL BACKGROUND

When the IAFF/IAFC Joint Labor Management Wellness-
Fitness Task Force (WFI Task Force) first met in
December 1996, the WFI Task Force agreed, in part, to ad-
dress the issue of physical performance in the fire service.
The resulting Candidate Physical Ability Test Program
(CPAT) was developed to provide fire departments with a
tool that would enable them to select inherently physically
capable individuals to be trained as fire fighters.

INCUMBENT EVALUATIONS

The mission of the WFI Task Force is to enhance the med-
ical, fitness, and behavioral health; medical and fitness re-
habilitation; and wellness-fitness data collection of the fire
service. The WFI Task Force has maintained that incum-
bent performance testing is inappropriate for implemen-
tation within WFI Task Force department’s and the fire
service as a whole. However, before any fire department
makes a local decision to implement incumbent testing it
must have an adequate support system in place to keep
uniformed personnel capable of safely performing fire op-
eration tasks during their entire career. The members of
the WFI Task Force have concluded that before an incum-
bent physical ability test is developed and implemented the
fire department must:

B Establish a policy that all incumbent evaluations be
non-punitive;

Fully implement all components of the Wellness-Fitness Ini-
tiative (WFI). The full initiative shall be in place for a mini-
mum of 24 months. The requisite components include:

B Medical fitness,

B Physical fitness,

B Rehabilitation,

B Behavioral health, and
B Data management.

Fully implement all components of the CPAT program.
The requisite components include:

B Minority Recruitment,

B Mentoring,

B Pre-test orientation, training and education,

B Transportability study,

B Administration (proctor training, evaluation and data
collection), and

B CPAT test

B Incorporate the WFI into company level training;

B Provide medical clearance;

B Establish a rehabilitation program for training, fitness,
and medical rehabilitation;

B Provide for revaluation and return to duty or extended
light duty or alternative duty of fire fighters during re-
habilitation; and

B Establish an internal quality assurance program to re-
view fire department programs (operations, training,
fitness and/or wellness) that may de deficient.

Furthermore, the WFI Task Force reiterates its position
that the failure of an incumbent fire fighter demonstrates
the fire department’s (including labor, management and
the individual) inability to prepare and/or maintain uni-
formed personnel’s training skill and conditioning to per-
form job-specific functions required for fire department
operations.

The WFI Task Force will evaluate pilot projects of incum-
bent evaluation in fire departments that are members of
the Task Force. These fire departments doing this evalua-
tion have met the above conditions and will share their re-
sults and data with the WFI Task Force for future
considerations.

It is a violation of the CPAT license and the CPAT copy-
right to use the CPAT test for any incumbent testing.

TECHNICAL COMMITTEE

The WFI Task Force retains a technical committee com-
prised of the IAFF, the IAFC and subject matter experts
from each of the ten jurisdictions. The technical commit-
tee members include labor officials, fire fighters, line offi-
cers, training officers, physicians, kinesiologists, attorneys,
and exercise physiologists. Women and racial minorities
were represented among these members. The committee
was further advised by expert consultants in the fields of
labor and employment law, industrial psychology, and psy-
chometrics. The technical committee was instructed to
develop a test that would measure a candidate’s physical
ability to perform the critical tasks of a fire fighter.



WHAT DOES THE CANDIDATE PHYSICAL
ABILITY TESTING PROGRAM INCLUDE?

The WFI Task Force’s goal was to develop a fair evaluation

system in the selection of fire fighters to ensure that all fire

fighter candidates possess the physical ability to complete

critical tasks effectively and safely. WFI’s CPAT project has

seven major components.

B Recruiting a Diverse Candidate Pool

B Mentoring and Preparing Physically Qualified Candi-
dates

B Validating CPAT for Your Department

B Orientation & Practice Sessions

B CPAT Description

B Test Administration

B Data Collection

This CPAT was developed to allow a fire department to
fairly obtain a diverse pool of candidates who are physi-
cally capable of performing the tasks required in recruit
school.

This 2" edition reflects the experiences of U.S. and Cana-
dian fire departments in implementing the comprehensive
CPAT program.

In 2006, the following orientation and pre-test procedures
were implemented after a conciliation agreement with the
US Equal Employment Opportunity Commission
(EEOC):

All candidates will attend at least 2 mandatory orientation
sessions commencing within 8 weeks before commence-
ment of the actual official CPAT test date during which
they will receive “hands on” familiarity with the actual
CPAT apparatus. Candidates may voluntarily attend up to
one additional orientation session.

Within 30 days prior to the actual CPAT test date, all can-
didates will perform at least 2 timed practice runs, using
actual CPAT apparatus and where the candidate is allowed
to take as much time as necessary to complete the entire
course.

A candidate may waive all of the fore-mentioned program
components and be eligible to participate in a CPAT test.
Such a waiver shall only be acceptable if it is in writing,
and is made on a wholly knowing and voluntary basis.

During the orientations and practice runs certified Peer
Fitness Trainers, fitness professionals and/or CPAT trained
fire fighters (proctors) will be present to help all candidates
understand the test elements and how they can improve
their physical performance and conditioning prior to tak-
ing the test.

A complete copy of this conciliation agreement may be
found in Appendix E

Further, the WFI Task Force now requires that all those
that are licensed to use the CPAT must fully implement
these orientation and pre-test procedures. For those fire
departments that are utilizing another Licensee to conduct
their CPAT, the fire department, as the employer, must en-
sure that these changes are incorporated

Through the CPAT licensing agreement, all licensees have
agreed to provide the IAFF with data on candidate CPAT
performance. To facilitate the collection of such data, the
IAFF has developed and has now provided to each licensee
a secure web-based data collection and reporting system
for CPAT entitled the CPAT Administrator. As a condition
of continued licensure, all licensees shall now use this pro-
gram and report to the IAFF database on an annual basis.
This information will be provided in a redacted format,
which will keep the employer identity confidential, to the
US EEOC.

It is the hope of the WFI Task Force that this manual clarifies
any issues included in the first edition and improves upon this
already very successful program. B



CHAPTER 1

RECRUITING A DIVERSE CANDIDATE POOL

WHY IS HAVING A DIVERSE FIRE
DEPARTMENT IMPORTANT?

In today’s society, communities are increasingly diverse and
fire fighters are continually challenged to operate in multi-
cultural environments. The fire department should reflect
the community it serves. The goal of the CPAT is to test for
those who are physically prepared to be trained to perform
the job of fire fighter. The CPAT cannot be separated from
the department’s broader goal of attaining a properly
trained and physically capable workforce whose members
reflect the diversity of the community. Diversity should
never come by lowering validated entry standards. Rather,
it should come from actively recruiting qualified men and
women candidates from all racial and ethnic backgrounds
for careers in the fire service.

The required job skills of the modern fire fighter are com-
plex. In one shift, today’s fire fighters may extinguish work-
ing fires, mitigate a hazardous materials incident, provide
emergency medical care to an adolescent victim, and sup-
port the grieving spouse of a dying patient. In addition,
fire fighters must interact frequently with community
members during routine pre-fire inspections, community
events, and school presentations. In order to accomplish
these tasks successfully, it is necessary to have a well
rounded, competent workforce made up of both genders
to include all races and ethnic backgrounds.

In the past, many departments have incorrectly assumed
that all types of people would be attracted to the fire serv-
ice because of the nature of the job and its many benefits.
These false assumptions have resulted in a workforce that is
less than diverse, and in some cases have led to lawsuits,
court orders, and consent decrees. This cycle of judicial
order and reactive action takes control of the recruitment
and hiring process out of the fire department's hands.

Proactively recruiting protected groups year-round is the
best method of attracting qualified and diverse applicants.
This approach accepts the fact that many protected groups
have not had adequate exposure to the requirements and
rewards of the job of a fire fighter. The goal of targeted re-
cruiting is to select and retain the most qualified applicants
while obtaining a diverse workforce. Successful recruiting
ensures that a fire department will have a large pool of ap-
plicants to include a racial and ethnically-mixed group of
men and women.

SUGGESTED WAYS TO RECRUIT

There is no one way to target qualified, diverse fire fighter
applicants. Fire department officials should remember that
successful recruiting is not limited to the period of time
before the examination is administered. They must also
recognize that fire fighters “self-recruit,” by attracting oth-
ers who are like them in race, ethnicity, or gender. Fire de-
partments  should  target recruiting towards
underrepresented groups reflected within their commu-
nity. This will help to broaden the applicant pool. Such
recruiting encourages those who might not otherwise
apply because they were either unaware of the opportu-
nity or not familiar with the outstanding career that fire
fighting provides. There are many recruitment strategies
that can be used by fire departments to develop and ex-
pand their recruitment efforts.

INTERNAL ACTIONS

A productive recruitment drive is just part of what it takes
to increase diversity in the fire department. For recruit-
ment to be effective, managers must establish a positive cli-
mate within the department before encouraging members
of a diverse community to become fire fighters. Fire de-
partments must also begin to recognize, and take advan-
tage of, the recruitment impact of most of their public
activities. Expanding the concept of recruitment will make
the recruitment drive itself more successful and will in-
crease the likelihood that minorities who are recruited will
actually become fire fighters.

The skills and dedication of the people working in the re-
cruitment unit, the creativity that goes into designing the
program and the verbal, logistical and financial backing
given to the effort by top management, all play important
parts in the success of your department’s recruitment ef-
fort. All of this effort and investment must be supported.
If other aspects of the department give out a conflicting
message, or if the department is unprepared for a work-
force that includes minorities, much of the recruitment ef-
fort will have been wasted.

Assess the department climate with respect to change in
the workforce. Review department policies and facilities,
and make changes where appropriate. Are the policies
suitable for all? If a problem does occur, do employees
know how to use the system to correct it, and do they trust
the system to be fair, speedy and confidential? Are fire sta-
tions suitable for the workforce that includes all individu-
als who will be assigned there? Are training instructors
chosen for their competence and knowledgeable about al-
ternative techniques for physical tasks, and generally pos-



itive about training? Provide meaningful diversity training
for all levels of the department, beginning with its top
management. Provide training for all department mem-
bers in communications skills and conflict resolution.
These seemingly irrelevant skills contribute significantly
to workforce harmony. Therefore it is strongly recom-
mended that organizations implement programs such as
mentoring and peer mediation.

COMMUNITY OUTREACH

Any event where members of the community assemble is an
opportunity for the fire department to recruit new applicants
and to inform the public about its commitment to hiring a
qualified workforce that reflects the diversity of the commu-
nity. Events may include state fairs, county fairs, health fairs,
races and other athletic events, churches, community colleges,
barber shops, beauty salons, local social events and fund
drives. In addition, an ongoing awareness program of public
speaking, educational, and other opportunities to include
women and minority fire fighters in community outreach will
reinforce recruitment efforts made prior to the examination.

In many communities, the firehouse remains an icon of
the neighborhood. Parents bring their children to the fire-
house to meet the men and women who protect them, and
groups, such as the scouts and school children, come to
learn about the job. An open house not only provides a
unique opportunity for the fire department to showcase
its diversity, but also serves as an opportunity to recruit
members from the community it serves and whose popu-
lation the fire department seeks to reflect.

COMMUNITY ORGANIZATIONS
AND PARTNERSHIPS

Individuals involved in the recruitment program may come
from various areas. This may include fire fighters, non-sup-
pression personnel and support staff from other fire de-
partments or governmental agencies. One may consider
community volunteers with human resource abilities or
qualified uniformed personnel if your department has few
or no members that represent a diverse community.

Minority and women’s organizations as well as organiza-
tions successful in their recruitment efforts are valuable
sources of ideas and resources for recruiting, and can be
used throughout the year to spread the word about the fire
department’s search for a qualified, diverse applicant pool.
These groups may also be willing to assist with applicant
training. Fire departments should identify helpful organ-
izations, make contact with key individuals within these
groups, and establish an ongoing dialogue about ways to

diversify the fire department. These groups should be given
pre-examination recruitment materials and asked to pro-
vide specific assistance and resources for pre-examination
recruitment. Some of the following groups may be helpful.

Local ethnic, minority, and women’s advocacy and em-
ployment groups

Local or regional offices of national organizations such as
the National Association for the Advancement of Colored
People (NAACP), the Urban League, National Organiza-
tion of Women (NOW), and Wider Opportunities for
Women (WOW)

Whatever the size of a department, utilization of all re-
sources will maximize recruiting efforts. A recruitment
program is very similar to a public education program.
Modeling recruitment efforts after a public education cur-
riculum may prove valuable. These types of efforts target
audiences and present messages in a way the audience will
understand and respond. Similar to the public informa-
tion officer, the recruiter should possess skills that can be
useful in designing and distributing press releases and ob-
taining media coverage for recruitment events.

The use of community volunteers to distribute literature and
network with various community groups provides another
means mechanism of recruitment. This fosters relationships
within the community and may help to carry the message of
recruitment. As an example, small departments with limited
budgets may also be able to find people who will donate their
professional skills to design brochures, print flyers or make
public service announcements. Local businesses may donate
all or part of the cost for printing literature and posters for a
recruitment drive. Local educational facilities may allow stu-
dents to work on the development, the production or the ed-
iting of a project for school credit. Cable television
companies may provide video equipment, editing facilities
and a wide viewing audience. Fitness centers and gyms may
be willing to offer discount memberships to fire fighter ap-
plicants preparing for the recruitment process.

THE INTERNET

The Internet is a valuable resource for learning about local
organizations committed to improving job opportunities
for females and minorities. Fire department officials may
also wish to work with minority and women’s groups
within the department to help with recruitment efforts. A
fire department’s web site can provide information about
the requirements to become an entry-level fire fighter and
the department’s commitment to a diverse workforce.



MEDIA

The media can also provide a significant ongoing opportu-
nity through which the fire department can educate the pub-
lic regarding the rewards and requirements of being a fire
fighter and the fire department’s commitment to diversity.
Fire departments should make use of radio and television,
as well as newspapers and magazines with significant female
or minority audiences. Fire departments can:

B Jssue press releases announcing upcoming examina-
tions, as well as the promotion of women and minori-
ties within the department.

B Seek press coverage of fire fighters and recruits, includ-
ing feature stories on females and minorities who are
progressing through the academy and who are serving
as fire fighters.

B Develop advertisements that feature women and mi-
norities performing the duties of fire fighters.

B Make use of free public service announcements, cable
access programs and other low or no cost opportunities
to promote diversity

BROCHURES AND PUBLIC ANNOUNCEMENTS
Fire departments should ensure that posters, brochures,
and other recruitment information illustrating the diver-
sity of the fire department are visible and available to and
female and minorities. Fire departments should consider
distribution of recruitment materials to:

B Minority neighborhoods, churches and other
community gathering places.

B Gyms and health clubs with predominantly minority
or female memberships

B Social service organizations

B Businesses frequented by minorities and females

B Women’s athletic clubs, teams and events

B Military personnel — active or recently discharged

COLLEGES AND HIGH SCHOOLS

Fire departments should develop and maintain contacts
with middle schools counselors and high school and col-
lege career placement officers in their community, advising
their commitment to a fire department that reflects the
community. Some colleges offer classes toward a degree in
fire science; others may be willing to assist with pre-exam-
ination training. College athletic departments (including
state, private and community colleges, universities, and
junior colleges) have consistently provided many physi-
cally capable minority applicants. These applicants are
often self-motivated, physically fit, and open to physical
challenges.

Many colleges and high schools have career days where
students can learn about future employment opportuni-
ties. These forums provide the fire department with a great
opportunity to introduce the fire service as a career, espe-
cially for women and minorities who might not have con-
sidered fire fighting as a job possibility available to them.

APPLICATION AVAILABILITY

Fire departments should ensure that applications for
entry-level fire fighter positions are available in a number
of locations throughout the area served by the fire depart-
ment, particularly in areas with a high minority popula-
tion and businesses and organizations frequented by
minorities and females.

SUMMARY

It is the position of the IAFF/IAFC Joint Labor Manage-
ment Wellness-Fitness Initiative Task Force that fire de-
partments should increase the diversity of their workforce
by actively recruiting candidates from throughout their
communities rather than lowering candidate physical abil-
ity standards. As described in this chapter, fire departments
can pursue many avenues to raise awareness of the job op-
portunities within the fire service before testing is admin-
istered.

! The Changing Face of the Fire Service: A Handbook on
Women in Firefighting, published by the U.S. Fire Admin-
istration (January 1993). ®



CHAPTER 2

MENTORING AND PREPARING PHYSICALLY QUALIFIED CANDIDATES

A mentor is a positive role model with whom applicants can
identify. Mentors demonstrate that men and women from any
race, religion or ethnic group can perform the job of a fire
fighter. A mentor can introduce the fire service as a noble pro-
fession and display the pride that being a fire fighter bestows.

Mentors can be utilized in many aspects of recruiting, includ-
ing participating in recruiting sessions at colleges, high schools,
community events, and open houses. In addition, mentors have
been used by participating departments in the following ways:

B Support of cadet or explorer programs where future
applicants (15 to 21 years old) participate in fire de-
partment activities to learn about the job

B Participation in bringing one’s child to work events

B Teaching fire fighter fitness and conditioning courses
at community colleges

B Sponsoring and supporting athletic events for fire fight-
ers at public venues

MENTOR

A mentor is defined as a trusted counselor or teacher, especially
in the occupational setting. The goal of a mentor is not merely
to get a candidate to pass the CPAT, but to prepare the candidate
to be a successful member of the fire and rescue team.

It is also beneficial to maintain a diverse group of mentors.
Candidates need to identify with a mentor to achieve max-
imal success in the program. Having a diverse group in-
creases the chances of achieving that goal.

PHYSICAL TRAINING

The physical training component of a CPAT mentoring pro-
gram is a key piece of the overall mentoring program. A fire
department’s CPAT license mandates that eligible candidates
have a minimum of eight weeks to familiarize themselves with
the CPAT events and physically prepare for the test. The CPAT
presents a multitude of physical demands and it is up to the
mentor to adequately prepare candidates for all of these de-
mands. A highly successful mentoring program will include el-
ements of strength training, cardiovascular training, CPAT
event-specificity training and flexibility training. It is also im-
portant to remember that candidates will enter the mentoring
program at varying physical levels. Therefore, training programs
must adapt to the baseline ability level of each individual.

STRENGTH / CORE TRAINING

Strength training can encompass various types of resistance
training — dumbbells, resistance machines, resistance bands,
body weight training, etc. No matter which type of training is
used the program should also include core training. Maxi-

mizing the strength of the core will significantly increase the
force production capability and the neuromuscular efficiency
of the extremities, thus improving overall strength.

It is important to note the principle of specificity of train-
ing. The more alike the training regimen is to the task
being tested, the better the overlap to that task. Therefore
it is important to have training on the actual CPAT tasks
including running the course in its entirety.

CARDIOVASCULAR TRAINING

All aspects of the CPAT challenge a candidate’s cardiovas-
cular abilities. A mentoring program would be incomplete
without some type of cardiovascular training. Initially
basic, timed cardiovascular activities are sufficient to build
a cardiovascular base. To improve aerobic ability it is im-
portant to progress to higher intensity activities. An exam-
ple would be interval training which requires the candidate
to train for a short period at near maximal aerobic capac-
ity followed by a period of sub-maximal activity.

FLEXIBILITY / RANGE OF MOTION

All mentoring sessions should begin and end with a total-
body stretching routine. Initially mentoring sessions should
begin with static stretching to elongate muscle fibers and
then progress to more dynamic flexibility routines.

TOTAL INTEGRATION

The physical component of a CPAT mentoring program is
the most visible sign to the fire service candidate, however,
it is equally important to impart the values that make the
fire service great. Mental strength and confidence im-
parted upon a candidate from a mentor can give the can-
didate the internal drive necessary to help him or her begin
a successful career in the fire service.

ADMINISTRATION

The depth of a fire department’s commitment to successful
CPAT mentoring is reflected in the amount of time and re-
sources allotted to their mentoring program. These efforts
can come from within the department or if internal re-
sources are not available outside sources can be used. The
minimum requirements for a CPAT mentoring program are
to make Peer Fitness trainers or active fire fighters available
to candidates at their two orientation sessions and allow for
two trial runs at the CPAT prior to the official test date. How-
ever, many departments have shown the efficacy of more in-
depth mentoring programs that include the opportunity to
meet with a peer fitness trainer up to four times per week for
a period of up to 16 weeks. B
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CHAPTER 3

CPAT AND YOUR FIRE DEPARTMENT

In order for your department to utilize the CPAT you must
comply with the Uniform Guidelines on Employee Selec-
tion Procedures (1978). When the IAFF, IAFC and the ten
departments and their local union affiliates of the Joint
Labor Management Wellness-Fitness Task Force decided to
embark on the development of a physical ability test for fire
service candidates, we were required to comply with these
guidelines. Any fire department utilizing CPAT must vali-
date that the CPAT is a suitable test for your jurisdiction.

The specific section in the Code of Federal Regulations
(CFR) that applies to validating a test for one organization
that was developed by another organization is found in 29
CFR 1607.7. This section of the Guidelines requires these
organizations to provide evidence in three specific areas.

First, an employer must provide evidence that the selec-
tion procedure is valid.

Second, an employer must provide evidence of job similar-
ity with the job on which the validity study was performed.

Third, an employer must provide evidence of test fairness.
It is for this reason that departments are required to sub-
mit their CPAT results to the national database at the IAFF
using the CPAT Administrator, the required CPAT data col-
lection software.

TRANSPORTABILITY STUDY

Transportability studies are a routine part of the selection
criteria adoption process. Most tests are developed with
the assistance of a limited number of participants and then
applied to additional participants after the initial develop-
ment phase has been completed. In general, the goal of the
transportability study is to demonstrate that the major
work behaviors required of the participants in the initial
test development are sufficiently similar to the major work
behaviors required by other users of the selection criteria.

The steps to conduct an effective transportability
study include:

B Selection of a transportability study leader

B Analysis of essential job duties required by the department

B Completion and analysis of the physicality and critical-
ity surveys found in Appendix C

B Completion and analysis of the equipment survey found
in Appendix C

B From this analysis, creation of a written job description

B Apply for licensure from the IAFF

Listed below are descriptions of each of these steps.

SELECTION OF A TRANSPORTABILITY
STUDY LEADER

One person from within your department should be re-
sponsible for coordinating the implementation of the
CPAT for your fire department. The individual designated
as the leader of the transportability study should be some-
one who is familiar with CPAT protocols and has good ad-
ministrative and communication skills.

The leader of the transportability study is responsible for
ensuring all parts of the transportability study remain in
their possession and the transportability study is adminis-
tered exactly as the instructions are written. Securing the
data is essential to ensuring the study is valid and accu-
rately reflects the opinions and practices of the depart-
ment’s personnel.

JOB ANALYSIS

Performing the job analysis is the basis for the transporta-
bility study. In order to accurately perform the job analysis
you will have to perform several steps including, determin-
ing the number of required survey participants, selecting
survey participants, determining where and how you will
administer the surveys, administering the surveys, and hav-
ing the data evaluated by a testing professional from either
within your department or an outside consultant.

DETERMINING THE NUMBER
OF SURVEY PARTICIPANTS

Surveying an adequate number of fire fighters in your de-
partment is critical to the validity of the results. Similarly,
adequately representing the diversity of your department
is essential for acquiring a representative sample. The fol-
lowing procedure must be followed to assure a diverse
group of individuals have completed the survey:

The number of personnel required to complete the survey
is dependent on your department’s size. The results are
strengthened if more personnel complete the survey. Larger
fire departments will be able to survey a percentage of their
personnel while smaller fire departments may be required
to survey all their personnel. The quantity of surveys com-
pleted ensures the results adequately represent the opinions
of fire department personnel regarding the criticality and
physicality of the survey’s 31 fire fighting tasks.



SELECTION OF SURVEY PARTICIPANTS

Members of your department who complete the criticality
and physicality ratings of the 31 fire fighting tasks should
be selected using a stratified sampling. The selection of
these survey participants must follow these steps:

B Individuals selected to complete the survey must repre-
sent personnel from all areas within your department’s
operational rank structure. Probationary fire fighters and
fire fighters serving in administrative positions should
not complete the survey due to their lack of
experience or current exposure to fire fighting tasks.

B Personnel randomly selected to complete the survey
must represent a diverse group of department members.
Survey participants must include personnel from dif-
ferent ranks, ages, gender, and ethnic/minority groups.
The survey participants ultimately selected must include
a representative sampling from each of these groups al-
though it is acceptable to have more participants from
the lower ranks. Failure to include a diverse department
sample may jeopardize the validity of the survey results.
A testing professional should be contacted if you expe-
rience difficulty regarding your ability to achieve the di-
versified sample.

DISTRIBUTION OF SURVEYS

The transportability study leader is responsible for ad-
ministering the criticality and physicality surveys to de-
partment personnel. To alleviate having to read the
instructions multiple times, large groups should be as-
sembled if possible. Similarly, to assure consistency in the
administration of these surveys the same person must ad-
minister all surveys.

The method used to distribute the surveys to selected per-
sonnel will vary from department to department. If your
fire department is large and well diversified, the surveys
can be distributed as part of a group training exercise. The
surveys can be administered during different exercises
until representative sampling is achieved. If your depart-
ment is small to mid-size, and not well diversified, you can
administer the surveys to an entire station or shift that has
the required representative sampling. Your department’s
Personnel Section or Human Resources Department
should be able to assist you with identifying the work lo-
cations of underrepresented members.

ADMINISTRATION OF SURVEYS

Once a group of survey participants have been assembled,
the transportability study leader must distribute the job
task surveys and #2 pencils with instructions to all partic-
ipants not to proceed until all instructions have been read
and understood. The transportability study leader reads
the following instructions after all survey participants have
received a job task survey and a #2 pencil:

Please open your booklets to page one and follow along as
I read the instructions. The instructions must be followed
exactly. Please do not proceed to the survey until I have
read the instructions.

The CPAT is a comprehensive evaluation system that evalu-
ates whether fire fighter candidates possess the minimal phys-
ical ability to commence training as an entry-level fire fighter.

Your fire department, as the employer, has elected to validate the
test for use by your department. The validation effort will re-
quire you to participate in a survey regarding fire fighter job re-
quirements. We need you to identify, based on your experience,
the critical and physical tasks that all fire fighters must perform.

Your responses to the questionnaire and participation will be
completely confidential. You are not required to state your
name or provide any identifiers. You have been randomly
selected and will remain anonymous. Your completed ques-
tionnaire will be collected and analyzed to determine if the
CPAT is suitable for use by your department.

Initially, the technical committee, made up of members from
the original ten participating departments, reviewed job de-
scriptions and job analyses from each of the ten fire depart-
ments. From these job descriptions the committee derived a
list of 31 physical tasks are critical to the job of fire fighting.

Please rate each task on two scales based on your experience
as a fire fighter. First assess the critical nature of the task dur-
ing a fire emergency. Second, assess the physical effort required
to successfully perform each task. Use the following scale:

Criticality

1 = Not Performed

2 = Least Critical (failure to perform results in
no negative consequences.)

3 = Important (beneficial for the successful
performance of the job.)

4 = Critical (essential for the successful performance
of the job.)

5 = Extremely Critical (failure to perform results in
extreme negative consequences.)

11
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Physicality

1 = No physical effort required

2 = Minimal physical effort required
3 = Moderate physical effort required
4 = Excessive physical effort required
5 = Maximal physical effort required

As you rate each task for criticality and physicality be
sure not to include the rating variable of frequency.
Evaluating the frequency of these job functions, or how
often these tasks are performed, was determined by the
technical committee to be unnecessary. Due to the emer-
gency nature of a fire fighter’s job, a critical task is es-
sential regardless of how frequently it may be performed.
For example: Very few fighter pilots ever have the expe-
rience of ejecting from the seat of a fighter jet. However
this is commonly rated as a critical task for a fighter pilot
regardless of how frequent the task is performed.

Are there any questions?

Be sure all incorrect responses are erased and all selec-
tions are clearly marked.

After you have completed the survey please close the
booklet and hand in your survey. Thank you for taking
the time to participate in the CPAT implementation ef-
fort. Please begin the survey.

EQUIPMENT SURVEY INSTRUCTIONS
OVERVIEW

During the CPAT development process the technical com-
mittee developed an equipment survey to identify the type,
size and weight of tools, equipment, and personal protec-
tive clothing used by each fire department. Additionally,
local demographic information was requested on building
construction and codes as well as the average weights of
fire fighters and patients admitted to local hospitals and
emergency departments.

From the Equipment Survey data, the technical committee
developed the standard weights and types of tools and
equipment, established the distances used in the course
layout, and determined the lengths used in prop and test
equipment design.

PERFORMING THE EQUIPMENT SURVEY

The accuracy of your responses to the survey is critical. In-
accurate information can jeopardize your department’s
ability to utilize the CPAT program. Please follow these
steps to insure accurate information:

B Locate the equipment listed on the survey.

B Measure and weigh each piece of equipment using ac-
curate scales (Ibs.) and measurement instruments
(feet/inches) as identified in the survey. Weights and
lengths of equipment taken from specification sheets
and or catalogs are also acceptable.

B Insert weights and measures in the appropriate blanks
on the survey.

B Fill in the required information on the person who com-
piled the measurements.

B Compare your survey results with the results of from
the 10 task force departments.

EVALUATION OF JOB ANALYSIS
AND EQUIPMENT SURVEY

The job analysis survey data must be analyzed to determine
if your fire department is similar to the original 10 fire de-
partments. Comparisons should be made using the origi-
nal 10 fire department’s job analysis found within Appendix
E. Furthermore, you must be able to demonstrate that your
department personnel rate each of the eight CPAT-related
tasks similarly as the original 10 fire departments.

The equipment survey data for your fire department must also
be compared to the original 10 fire departments. This data
must demonstrate that your fire department uses similar
equipment as did the original 10 fire departments, and more
importantly what each of the eight CPAT events requires.

It is important the d